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I. BACKGROUND INFORMATION

In October 1965, Dr. Robert E. Horton presented a report entitled

A Proposed Selaction Procedure for Junior College Instructors which was prepared

by the Division of College and Adult Education, and the Personuel Division.
{See Appendix A)

In March 1966, three recommendations were made by the College Curriculun
Coordinating Committee regarding college recruiting and hiring.

During the academic year of 1967-68 the Personnel Task Force considered
the possibility of changing recruitment and selection procedures for certificated
personnel, In the transitional period, many of the same practices and procedures
used by the Los Angeles Unified School District for s?le:ting instructors were
continued.

In the academic year 1969-70, Dr. Mark Mathews, Department Chairman of

. Business Administration at Los Angeles Valley College, initiated the current
study by hic letter to one of the rembers of the Board of Trustees. The board
member referred the letter to Dr. Donald W. Click, Deputy Superintendent, for
action. Dr. Click formed a committee to make recommendations for the revision of
the recruitment and selection practices and procedures for certificated persomnnel
in the Los Angeles Community College District. The committée engaged Norman L.
Garrett, Assistant Dean of College Services at West Los Angeles College, to study
and make recommendatfons for the revision of recruitment and selection practices

.

and procedures.

11. PURPOSE
The purpose of the study is to assess the feasibility of redesigning the
current practices and procedures for the recruitment and selection of certiffcated

personnel in the Los Angeles Community College District.

III. METHOB

The descriptive method was used in studylng exiéting personnel procedures
and practices in similar organjzations and cross-comparing the methods with those
used in the Los Angeles Community Collep= District.

RIC T A
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A sample of representsartive coimmunity college districts was selected with
the aid of professioral experts in the field of crmmunity college administration,
educational personnel administrat;on, and a panel of experts in the Los Angeles
Community College District.

The districts selected met the followizz criteria:

1. They represent large multi-campus community college
districts.

2. They Tepresent large urban commuuity colleges.
3. They are in the same conmpetitive gzographical area.

4, They have the reputaticn of being progressive and modern
in their personnel procedures and practices.

In addition to the eight comnunity college districts selected, three
large industrial organizations who hire significzat numbers of professional
personnel were included in the sample. These organizations fit some of the same
criteria as the community :0llege districts represented above.

They were sclected because of the follewing criteria:

1, They have reputations of utilizing -—odern personnel practices
and procedures,

2. hey employ significant numbers cf professional personnel.

3. They are in the same geographical competitive area.

In addition to the method of cross--comparing personnel procedures and
practices in similar community college ofganizations, the experts felt that it was
necessary to interview a representative sample of college placement cffices who
supply community college certificated personnel., With the aid of the same panel of
experts mentioned above, a-group of college placenent offlces were selected.

The rationale of selecticn for this group was as foll9ws:

A large public university should be included in the sample; a large private
university, two large state colleges who supply a significant number of teachers in
the Los Angeles areaj a private 1iberal arts college; and a private multi-complex
campus which offers advanced degrees in many fields.

As rart of the methodoulogy, the consultant reviewed the literature in the

areas of public personnel administration, business personnel administration, and

Q ' R
ERIC

Aruitoxt provided by Eic:



[E

educatlonal personnel administration as it relates to community college recruitnent
and selectién.

In order to cross-compare the personnel systems used in the recruitment
and selection of community college certificated personnel, an investigation *:as
made into the current approaches used by the Los Angeles Community College District
for selecting teaching personnel.

Group meetings and individual discussions were held with coirlege presidents,
deans of instruction, evening deans, and departmental and divisional chairmen in the

Los Angeles Community College District. Discussions were held with representative

. teaching groups, including the District Academic Senate, the Negotiating Council

O

RIC

and recently hired certificated personnel. In addition, comments and suggestions
were solicited from the teaching personnel and teacher organization - “he
district.

Finally, discussions were held with section heads in the Persornnel
Divicion whose functions contribute in some way to the practices and procedures
related to the recruitment and selection of certificated personrel.

PR

IV. THE REFORT

INTRCDUCTION

'"Wo element of the career service system is more important than
the recruitment policy."'

Fhe reccuitment policy is the cornerstoﬁe of the whole personnel structure.
Unless recruitment policy 1is soundly conceived, there can be little hope of building
first rate staff. The "merit system" implies, above all else, a particular system
of recruiiment and selection.

“THE STAFFING PROCESS is a flow of events resulting in the
continucus manning of organizational positioas at all levels.

This process includes the following components: minpower planning,
authorization for staffing, developing sources of applicants,
applicant evaluation, employment decisions and offers,

induction and orientation, transfers, denmotions, promotions,

and separations. In a sense, this process is the flow of

human rescurces into, within, and out of the enterprise,

although its components are highly interdependent, and all

can be cccurring within an enterprise at any one time."!%

Aruitoxt provided by Eic:



THE MERIT SYSTEM

Initially the concept of the "merit system' applied solely to the
manner of entrance into the service. The term generally Is associated with civil
service reform. Now the term "merit cystem' is commonly used not only to convey
a form of selection for entrancé, but also to embrace other aspects of the personnel
system--advancement on merit, pay related to the nature of the job and to quality
of performance, and desirable workirg conditions. 1In its broad sense the "werit
systen” in modern gévernment means "a personnel system in which comparative merit
or achievement governs each individual selection and pr;gress in the service and
in which the conditions and rewards of performance contribute to the competency
and continuity of service."sh

The entrance and usually the promotion features of the 'merit system"
are ordinarily founded on a plan of open competitive examinacions under which
candidates are appraised as to their relative fitness to their duty and occupation
and service.

' consists of the following principal elements:

The "open competition'
1. Adequate publicity. Job openings and requirements must
be made public so that candidates have a reasonable

opportunity to know about them.

2. Opportunity to apply. Candidates who are interested must
have a chance to make their interest known and receive
consideration.

3. Realistic standards. Qualification standards must be
reasonably related to the opening to be filled, and must
be applied to all that make their interest known.

4, For absence of discrimination, the standards used must
contain facts that relate to ability and fitness to
employment.

5. Ranking on the basis of ability. The very essence of
competition implies a ranking of candidates on the basis
of a relative evaluation of their ability and fitness,
and a selection process which gives effect to this
ranking. '

6. Knowledge of results. The candidates must be able to find
out how the process works, and anyone who believes that
the process has not been applied properly in his own case
must have a chance for administrative review.

ERIC '
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"The notable feature of th: "merit system"lfron 1883 to the 1930's was
the negative adn of limiting the "spoils system' by establishing competitive entrance
rgquirements for public jobs, and by plicing independent control agencies in a
strategic position to check any chea:ing on this objective. The major battle was
to "keep the rascals out''--to achiev:z some reasonable measure of competence for
filling the bulk of public positions--had been won."éz

"The modern changes have bzen related to a change in emphasis--a competent
civil service could ﬁot come just frenm initial employment on an equal basis and pay
for equal pay for :qual work. The big job of personnel management was emerging as
that of securing the ablest people for public servize and maintaining well-trained,
satisfied well-productive work forces. Paralleling developments in private
industry, this meant enlargement of :he personnel function to embrace much more than
recruiting, testing, and pay standardization. It has meant making the public
service attractive as a career for the cream of the graduates from the nation's
schools and colleges. It has meant expanding in-service training for orientation,
for school improvement, for increased emplcyee potential for advancement, for a
sense of belonging and a sense of unity and common purpose in an organization--
all factors that are vital to high noraleﬂ"c

The new role of perscnnel administration has meant inclusion of internal
placement policies and methods to insure promotion and transfer opportunities
so that tbe filling of positions is not wholly a matter of looking to formal

. examination register. It has meant stimulation of recreation; provision for

personal counseling in which employe2s are "helping to help themselves' on home
oi office problems that might affect their performance; establishment of services
and conveniences for employees that nade life In the organization more satisfying--
loan funds, employee libraries, car sharing, improved eating and sanitary
facilities, and the like. It has meant the inauguration of position incentives--
special salary increases for superior work, cash awards, and honor awards. It
has meant supervision of relations with employec organizations.

Most recently the positive approach in public personnel administration

has focused the research of modern social psychology on the management of

-5 -
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organizations. Like its counterpert in a number of large and progressive private

business firms, the public personnel administrator is being gradually pushed into

the constructive rcle of fostering whatever activities, policies, or practices
that will contribute wost to the psychological security of employees, to their
feeling of belonging, and to their sense of success in a common enterprise.
This 1is the slant of the latest training and employee relations programs: to
develop the enthusiastic participation of each person in the organization, that
to join individual goals with organization goals.

For the most pari, a genuine understanding of the nature and goals of
modern personnel administration is rarely possessed by the person who holds the
purse strings--budgeteers, legislators, and, indeed, many top executives, Most
private and public organizations will suffer from too many top administrators
who know some subject matter field or have a flair for public relations but have
little notion of their personnel responsibilities (to say nothing of having
little skill in the field) as heads of large aggregations of human personalities

who are supposed to be working enthusiastically tcgether in a common purpose.

is,

It {s to the continual improvement of this understanding and attitude that mcdern

personnel administration is dedicated.

Such are the ingredients of the aspacts of the ﬁerit system relating
to government positions.

The recruitment, selection, and placement of candidates in private
business.and industry is very similar to those objectives shared by public
service. Even though the aim of private enterprise is profit, as related to
the service orientation of government, the aims, objectives and methods used
by professional personnel administrators are almost identical. "Recruitment
is tbe first stage in a relationship {n which each step should be planned and
administered as part of an on-going process which can stimulate each employee
to develop and use his full potential as an organizational member and teanmate.
To accomplish these aims, recruitment must be well designed to attract a
suitable number of persons who are qualified (or can qualify) for available
Jobs and who can also measure up to standards of behavior accapted for the

26
organization as a whole."




-Discriminating selection among candidates on the basis of corporate
policies, implemented by clearly defined procedures, help to insure that there
will be no discrimination against any applicants,

"Placement should be treated as a preliminary decision for persons
who expect to remain at or near the production level and as a preparatory step

as
in a continuing program of self-development for promotion candidates."

The principles which relate to personnel administration in the area
of business administration and public administration are readily applicahle to
the area of community college personnel administration. The methods or procedures
which are utilized by modern organizations in the recruitment and selection of
qualified applicants can be readily applied in the community college area. The
basic assumptions are that:

1. The employment policy should be stated by the district

that its aim 1is to employ the best qualified
instructors available in each academic field.

2. The district should seek sufficient applicants
to insure that only well qualified {nstructors
will be selected.

3. The district should insure "quality control"” in
selection by seeking applicants from the best
universities and colleges in the nation and
comparing those applicants to those of our

equally fine institutions.

COMMUNITY COLLEGE RECRUITMENT AND SELECTION

, The recruitment and sélection of community college instructors is not
only of local and state concern, but of national concern because of the tremendous
expansion of the need for community college personnel in the United States. The
search for qualified teachers is always critical; Individuals who are specificaliy
trained for community college téaching are now being developed in the field of
teacher educatioﬁ.

The overall concept of teacher selection may be thought of as embracing

the following major stewns:
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1. Recruitment.
2. Admittance to professional-level training,
3. Meeting the requirements of the treining period,
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7. Retention on some per-znent bSasis,

The consideration of 211 these factors will enable the administrator
tn celect and retein the tezcher vwho has attained professional competence and
should continue to grow intc a strong assst for the community college.

Coulbourn]’ in a study, whose purpose was to survey 'practices now
current, evaluate then én the light of basic eriteria, and establish more

effective standards for procedures zad methods in the field of teacher

selection,' arrived at the following criteria:
1. The ultinate respons'dility for the selection of

teachers rests with the superintsadent of schools.
© 2. The selection of teachers should be based on merit.

3. An efficieat progran of teacher s2lection demands
some type of organization responsible for the
~ activities having to do with personnel management.

4, The superintendent, or his authorized agents, should
actively seek desirable candidates for the teaching
staff.

5. The specific requiremeats of any type or classification
of teaching position should be dafinftely set up and
made availzble for all prospective candidates.

6. Teachars should be selected for specific positions,

7. Every effort should b2 made by these responsible for
the selecticn of teachers to obtazin complete and
reliable evidence concerning the qualifications of
each applicant.

8. A program of teacher selectior should include the use
of an 2pplication blank to be filled out by all candidates.

9. Every candicate's conplete credentfals should include
information from compatent persons vho are best
gdcquainted with hin and his work.

10. Provision should be made in every progran of teacher
selection for a personzl Interview, vhere possible,
with every gqualified candidate,

11.  Provision should be rzde in every progran of teacher
selection for an opportunity to odserve the candidate
teach. :

-8 -
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1z, The certification cf health and physical fitness should
be a required qualification in every progran of teacher
selection.

13. The use of the wri:zten examination as a procedure in
teacher selection is very limited and need not be a
necessary requirex:nt,

14, All candidates shctuld be required to meet approved
minimum educationzl qualifications.

15. Previous teaching zxperience as a necessary qualification
for assignment or zppuintment is not to be considered a
uniform requivemen: in a program of teacher selection.

16. The estzblishment of lists of eligible candidates who

have satisfactorily met all the requirements for the
various types and classifications of teaching positions
should be requirec in every program of teacher selection.

17. Any program of teszcher selection should require a

probationary pericd of teaching before final appointment
or election.

18. Any conmprehensive program of teacher selecicion should

include a policy c¢f selective admission or recruitment
- for teacher trrining.

Coulbourn"admitted the impossibility of setting up general criteria
that would cover the diverse and detailed practices observed. In making his
final recommendations, he found it necessary to propose standards which were
supported by the weight of practice approved by educational authorities, and
in keepfng with the basic criteria.

In a research study by the National Education Association which dealt
with the qualifications, selecticn, and appointment of new teachers, the
following criteria were presentec:

1. The superintendent of schools should nominate all
enmployees and the Board of Education should elect

only on his recorsendation.

2, Previous teaching experienze as a condition for
employrment is undesirable and unnecessary.

3. No definite sge linits for appointment represents a
desirable flexibility of policy.

4. A teacher's eligibility for appointment should not be
impaired tecause of marital status.

5. Residence per se should not influence appointment.

6. School officials should actively seek desirable
zandidates for the teaching staff.

Q ' 0 19
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7. Interviawing is a highly professicaal tash which
can be delegated, 1f at all, oaly to another
professional worker.,

8. It is desirable to compare teacher qualifications
by means of an ovderly formal array of factsrs to
be considered.

9. The wisest policy, in the interests of bo:h the
Board of Education znd the teacher,is to have a
written contract.

10.  The probationary period should be regarded as a
part of the process of the selection of téachers.

In 2 study by Garrison,gswhich d:alt with the specific area of teachers'
qualifications, responsibilities, preparation and differences between commuaity
college teachers and high school teachers and senior college teachers, the

fOIIOW1ng major flndlﬂgb were delineated:
1. The masters degree is an alnost universal requlrerent
for employment except in certain fields.

2. The major sources of degrees for public corrualty college

instructors have been (a) state universities and colleges,
(b) private and denominational colleges and universities,

. and {c) state teachers colleges.

3. Both instructors and administrators recommend a broad
general education in a subject matter field rather than
a narrow speclalized type of preparation,

4, There is a tendency on the part of administraters and
instructors to move toward the Ph.D., degree as requirement
for community college instructors.

5. Instructors have been recruited chiefly from teaching
in (2) high schools, (b) collezes znd universities,
(c) elementary schools, and (d) junior high schools.

6. Adnministrators prefer {nstructors with experience,
first, in other public community colleges; second,
colleges and universities; third, high schools,

7. A major share of the community colleoe instructors
possess some kind of state teachers' certificate,
though most administrators do not require instructors
to hold such certificates.

8. Instructors and executives recommend an average of
ten courses 3in professionzl educatfon as necessary in
th: trafining of coxruaity college instructors. Of
these, three or four w .: believed to require special
treatnant.

- 10 -
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9. The average Instructor gives iInstruction to three
or Your comnunity college classes requiring three
preparations and meeting twelve hours per week.

10. Many instructors give instruction in other school
units, chiefly nigh schools, where they teach three
or four classes meeting nine or ten hours per week.

1i. The majerity of community college instructors assume
extra class responsibilities which require about
four and one~fourth hours per week.

12. Most instructors are teaching in subject fields in
which they have academic majors or minors, thougt
a few are also teaching subjects in which they have
neither a major nor a minor, while administrators
agree that a major should be required as preparation
in the subject, or subjects, taught.

13, Approzimately 90 percent of the instructors report mno
research or publicatioms,

14, The principal factors considered by executives in
the employment and promotion of instructors are
(a) ability as a classroom {nstructor, (b) professional
growth, (c) knowledge of subject matter, and (d) under-
standing of the educative process,

15. In the judgment of classroom teachers, the community
college is most like the high school in many respects,
though there are several in which {t more nearly
resembles the college or university.

In a study by Ostlie:bzentitled The Seleztion and Retention of

Junfor College Teachers, the following principles for teacher selection,

appointment, and retention are proposed:

Principle I: The selection of teachers is a highly technical
task which should be performed by the professional
-person or persons best qualified to evaluate the
potential service of the teacher.

Principle II: As the professional head of the school,
the superintendent must be empowered with authority
commensurate with his responsibflities for all phases
of teacher personnel administration.

Principle II1: The board possesses inherent responsibilities,
utilizing whatever professional advice it needs, for
the formulation and declaration of basic policies in
the selection, appointment, and retention of the
teaching personnel.

PRINCIPLES RELATING TO INTERADMINISTRATIVE RESPONSIBILITY

Principle IV: The ultimate responsibility for the selection
of teachers must remaia with the superintandent.

- 11 -
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Principle V: 7The authority of the adninistrative staff
for the selecticn of teachers should be comzensurate
with their assigned administrative responsibilities,

Principle Vi: FEfficient management demands that the person
most able to evaluate the potential service of the
teacher in whole or in significant part be utilized
in the selection process.

PRINCIPLES RELATING TO THE SELECTION PﬁOGRAN

Principle VIT: Teachers should be selected on the basis of
the estimated efficiency with which they will perform
their professional duties.

Principle VIII: The hiring authority should actively seek
desirable applicants for teaching positions.

Principle IX: The corpletion of a formal application
blank by the applicant should be considered a
necessary requirement in the procedure for the
selection of tezchers.,

Principle X: The salient-characteristics of a teaching
position should be a matter of record prior to a
consideration of individual applicants.

Principle XI: As a general policy, every candidate who
merits serious consideration for a teaching position
should be interviewed.

Principle XII: Certification of physical fitness should
be considered a prerequisite to employment.

Principle X11I: Information concerning a candidate's
fitness for the position to be filled, secured from
persons competent to judge, sh 1ld be considered a
necessary part of the selection process.

Principle XIV: Observation of a candidaté in a teaching
situatior may be considered & useful, but need not
be considered as uniformly necessary procedure in
the teacher selection process.

PRINCIPLES RELATING TO THE RETENTION PROGRAM

Principle XV: To facilitate the personal and professional
adjustment of the teacher to the school and community,
a carefully planned program of teacher induction
should be instituted.,

Principle XVI: The probationary period should be considered
a part of the teacher selection process during which
efficiency of service and potentislities for continued
growth are carefully assessed.

Principle XVII: Teachers who have demonstrated their
competency and potentiality for growth during the
probationary period should be assured of permanent
tenure, contingent on the majntenance of
reasonable efficiency.

-12 -
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Principle XVITI: The initiation and promoticn of teacher
education in service is a function of personnel
administration, which should be cooperatively
developed and carefully planned for the purpose of
fostering continuous growth and the optimal
utilization of teacher potential,

V. TBE FINDINGS

(TABLES om-TTE})
ANALYSIS OF THE CURRENT ELIGIBLE LISTS (See Tabies I through XII)

There were 1007 applications filed for 3¢ feacﬁing fields in the
1969~70 academic year. Of these 511, or 50.7%, placed successfully on the
eligible lists. Of the 511, 25.2% had previou junior college experience.
Nineteen and three-tenths percent {19.3%) had four year college or university
experience, and 327 taught in secondary schools; 6,1% taught in adult schools;
6.9% taught in private schools; and 6.5% had no teaching experience.

Of those who successfully com}leted the examination, the four
highest numbers of individuals came from fhese institutions:

University of California at Los Angeles supplied 110 successful
candidates, which represents 23.2% of the sample;

California State College at Los Angeles provided 85 candidates,
which is 17.97% of the sample;

University of Southern California provided 56 candidates,
which is 11.8% of the sample; and

San Fernando Valley State College provided 27 candidates,
which 1s 5.7% of the sample.

One hundred eleven candidates (111), or 23.5% réceived their highest degrees
in institutions outside of California, wherezs 76.6% received their highest
degrees from institutions within tue State of California. Exclusive of the
four largest suppliers of junior college candidates for the Los Angeles

" Community College District eligible 1list, the remaining institutions in
Californie pfovided 85 candidates, or 17.9% of the sample.

Of the 511 successful candidates, 444, or 86.9% came from southern
California and 57, or 11.2%, came from other parts of California, while 10,
or 2%, came from outside California. As mentioned in the paragraph above,
although 111, or 23.4%,were graduated with highest degreces in institutions

out of California, only 10 of these, or 2%, were currently living cut-of-

o -13 - 18
ERIC '

Aruitoxt provided by Eic:

- - - e e e e e e e _ —



state wien they took the exarination. One hundred ons (101), or 21,47, had cone
to California for other reascns and were living in southern California whan they’
tock the exanination; they were not recruited by our district as eligible candidates
for teaching jobs in the Los dngeles Community College District.

An analysis of the 2ge grouping of those successful candidates shows that
they rark in the following crder:

cne hundred three (103), or 20.1%, ir. the age group of 25 - 29

one hundred two (102), or 19.9%, in the age group of 35 - 3{ .

eighty-nine (89), or 17.4%, in the age group of 30 - 34

seventy-nine (79), or 14.5%, in the age group &4 - 50

forty-nine (49), or 9.67%, in the age group of 51 - 65, and

sixteen (16), or 3.1%, in the category of 20 - 24 years.
The modal group is the age group of 25 - 29 ycars, and the most populous span of
a range of ége 25 - 50,

The majority of successful applicants were male, which have 335 successful

.
~

candidates, as contrasted with 176 successful female applicants. This represents
65:62 male and 34.4% female of the 511 successful candidates,

'Of the 511 candidates, 179, or 35%, had made application previously,
while 332, or 65%, were making application for the first timé.

One hundred forty-two (14&), or 27.2%, are currently employed by the
Los Angeles Community College District, while 369 of the eligibles, or 72.2%,
are not currént employees of the Los Angeles Commuaity College District.

Three huadred eighty~fiv¢ (385) eligibles on the current lists for
1969~70 are presently teaching. This represents 75% of the eligibles. The
remaining 25% come from the_following categories:

thirty-two (32), or 6.3%, are students

forery (40}, or 7.8%, are in businesses, and

fifty~six (56), or 10.9% are employed in other categories, such as
professions, trades, industry, and government,

Of the 511 successful candidates, 3.)%, or 16, have doctors, degrees,
365, Sr 71.4%, have nisters' degrees, and 92, or 18%, have bachelors' degrces,
8, or-1.5% have Assocfate of Arts or Assocfata of Scicnce degree reported as the
highest depree and 30, or 5.9% have lligh School diplouas,
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Of the 511 candidates, the lzrgest nunbzr of successful candidates
received their highest degrees from 1%56-1970, two hundred furty-seven (247},
which represents 51.4% of the sample, In descending order, 95, or 19.87%,
received their highest degrees from 19%41-1965; 80, or 16.6%, received their
highest degree from 1956-1960; 30, or 6.2%, received their degrees from 1951-
19553 17, or 3.5%, received their degreses from 1946-1950; 7, or 1.5%, received
their highest degree from 1936-1940 aad 3, or 1.17%, received their highest degree
from 1941-1945. ¥o sﬁccessful candidztes whe are on the current elfizible lists
had their highest degree awarded prior to 1935,

Data was only available for individuals vho qualified on the eligible
lists and was not aval!lable for the iandividuals vho did not qualify.

SUMMARY OF SURVEY OF COMMUNIZY COLLEGE RECRUITMENT AND SELECTION

PRACTICES AND PROCEDURES FOR NINE CALIFORNIA COMMUNITY COLLEGE
DISTRICTS (See Table XIII) (7asLe omi7re))

" The captioned table contains the following data:

0f the nine community college districts represented, six are multiple
cémpus districts; six have central personnel administrations; two are decentralized,
and one is in the process of hiring a central college district pgrsonnel administrator.
Of the nine districts survéyed, four recruit nationally for' their certificated
personnel while five do not. Four do on-campus recruitment while ﬁive wait for
applications to be submitted by potential faculty. Of the districts surveyed,
four involve deans of instruction in the recruitment practice and three involve
faculty participation in their recruitment process.

Of the nine districts surveyed, eight do not give performance tests, and
eight do not give written examinations. The Los Angeles Community College District
is the only one of the colleges surveyed that give written and performarce tests
for teacher selection., All involve faculty participation in teacher selection;
all involve division or departﬁent head participation in faculty selecticn; and
all involve the college presidents in instructor selection.

Of the districts surveyed, six of the nine involve the district
superintendent activeiy in the instructor selection process. Of the six involved,

two of the superintendents are also college presidents.
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0f the nine community college districts surveyed, four have a
representative of the personnel department participate in the selection process,
while four do not. One of the distric;s surveyed is in the process of employing
a central personnel district administrator and plans to involve him in the
instructor selectionlprocess.

CROSS-COMPARISON BETWEEN THE CHARACTERISTICS OF ELIGIBLES FOR

INSTRUCTOR POSITIONS IN THE LOS ANGELES COMUNITY COLLECE

DISTRICT, AND THE CHARACTERISTICS OF KEW FACULTY MEMBERS FOR
THE CALIFORNIA COMMUNITY COLLEGES. (See Table I and Appendix C) 6%8(5 ahﬂTEé)

In a study conductéd by Thomas Phair of ttre Univeréity of Californfa at
Berkeley, Office of Educational Career Services, an analysis is belng conducted
of the characteristics of new, full-time faculty in the California Community
Colleges. This five-year study, which was started in the academic year 1967-68,
has continued through the academic year 1969-70. Copy of the most recent report
will be found in Appendix C, '

In comparing the eligible lists for the Los Angeles Community College
District with 91 public community colleges in California for the §ear 1969-70,
the following comparisons are made. There were 1781 positions filled in the
California Community Colleges, which represented 49 teaching fields. This
compares to 511 who are on the Los Angeles Community College District eligible
lists, which represents 41 teaching fields. Of these,1619, or 91%, were recruited
from California as compared to 444, which represents 86.9% and 57 from California
in general, which represents 11,2%, a total of 98.1% of our eligibles. There were
162 recruits for all junior college positions placed in California from out-of-
state, whi:h represents 9%, as opposed to 10 people, which represents 2%, on our
eligible 1ists. For positions placed in California Community Colleges, 363! or
20%, have less than a masters’ degree as contrasted to 130, or 25.5%, on our
eligible 14sts. Of those being placed in California Community Colleges, 1338,
or 75%, have masters' deprees versus 365, or 71.4%, who are or our eligible lists,
Of those placed in California Cormunity Colleges, 80, or 5%, have doctorates
as contrasted to 16, or 3.9%, who are on our current elipible lists. 1In the

University of California survey, 879, or 49%, received their Master of Arts degree
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prior to 1968-69 and 459, or 26%, received their masters' in 1968-69. On the
Los Angeles Community College District's eligible lists 247, or 5 .7, received
their highest degree between 1966-70 and 48.6% received their highest degree
prior to 1966,

In cémparing the teaching experience, the state-wide survey conducted by
the University of California, 129, or 7%, had no teaching experience versus 50,
or 6.52,‘who had no teaching»experience and who had placed on our eligible lists,
Five hundred forty—éix (546), or 31.5%, were placed in California lommunity
College who had secondary teaching experience versus 277, or 36%, of the Los
Angeles Community College District eligibles who ° secondary level teaching
experience. Three hun@red forty-four (344) teach(.s who were placed in California

* Community Colleges in the year 1969-70, or 19%, were experienced in four-year

teaching institutions versus 149, or 19.3%, who are on the Los Angeles Community
College District's eligible lists and who have hade four-year college or university
teaching experience. Three hundréd ninety-two (392), or 22%, of the University
of California survey sample had community college teaching experience versus 194,
or 24,5%, of the eligibles on the community college list who have had two-year
collegé teaching experience.

COLLEGE AND UNIVERSITY PLACEMENT OFFICERS COMPOSITE SUGGESTIONS

FOR MORE EFFEGTIVE RECRUITMENT AND SELECTION OF CERTIFICATED
PERSONKEL FOR THE LOS ANGELES COMMUNITY COLLEGE DISTRUCT

‘As part of the study, the consultant interviewed six placement offices
concerned with placing zommunity college certificated personnel from major
colleges and universities in the Los &ngeles area. One was a major public
uﬁiversity (University of California at Los Angeies); another a major private
university (University of Southern California); two were major state colleges
(California Staté at Los Angeles and San Fernando Valley State College); one was
a private liberal arts college (Occidgntal); and another a private multi-campus
complex which includes a graduate school (Claremernt Graduate School).

The compilation of the comments and suggestions by the placement
offices toward the improvement of thc recruitment and selection procedures and
practices are as follows:

. - 31.—
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10.
11,
12.
13.
14,

15,

16.

.

.

Develop good job specifiicatious wiaich ave specific to the
job openings.

Develop specificaticns which are realistie: which delineate
the requirenments, the duties and vesponsibilities of the
openings, and the salary benefits, end other matters

related to the job opportunity.

Develoy guidelines four applications which ray enable Lhe
candidates to apply in ample tima: for exanple, January
through March for oreninzs that would occur during the
following school year.

Improve corzunicaticns .etween the placement offices aad
deans of instruvction which would enhance future recruiting
and encourage prompt and effective action on the part of
the placenent offices.

Provide a recruituent brochure which would project a rore
positive image of the Los Angeles Comnunity College District
and erphasize the uniqueness of the eight collegs campuses.

Visit colleges and universities to provide a contiauous
two-tray communication process which would allow prospective
candidates to assess the advantages and disadventages of
joining the Los Angeles Community College District.

Inform the placerent offices of vacaucies in advance of
the opening so that they can do some recruitnent and
screening, ard then refer the better candidates ‘o our
district office for interview.

Eliminate the Graduate Record Examination as a screening
device for new teachers as it has little relevance to
the recruitment of masters' and doctors' degree holders.,

Eliminate the current civil service typm of process which
defeats the purpose of positive recruitment and repels
many good candidates even before they apply.

Reduce the long proceésing of applicants.

Allow the candidate to apply dircctly to the college of
his choice.

Provide an opportunity for out-of-state cdandidates to apply
at the central office.

Let the central personnel office be a screening and clearing
house for out~of-state and in-state candidates,

Encourage teacher internship programs to assess the potential
teacher.

Do not duplicatz records which ave avajlable through the
placement office, such as rveferences, transcripts.

Allew the cellege placermont ofifces to do the preli;miiax
screenaing.  This can ba done 1f the placemant offices are
£ o

J

provided speciflc recruituent specifications for tha jo
openings.

y
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A COMPOSITE OF SUGGESTIONS BY THE LOS ANGELES COMMUNITY
COLLEGE FACULTY CONCERNING RECRUITMENT AND SELECTION
PRACTICES AND PROCLDURES

As part of rhe study the consultant uet with department and divisional
chairmen of the eight Los Angeles Community Colleges, the district-wide Senate
and the Negotiating Council. The following is a compilation of the suggestions

made by these faculty members:

1. The probationary period should be truly probationary and
new teachers should be thoroughly evaluated during this
period.

2. The probationary period should be an extension of the
examination as the selection system is a predictor of
effectiveness in the classroom and performance in the
classroom should be considered one of the prime criteria.

3. The District Personnel O:ifice should continue to make
reference checks before an employee is hired. The selection
procedures for vocational education faculty should differ
from those used for the selection of academic faculty.

4, The emphasis in the selection procedure should be toward
more objectivity.

5. If a change were made in the recruitment and selection
procedures to involve more of the time of divisional and
departmental chairmen, consideration should be given
toward the reduction of classroom teaching time by
departmental and divisional chairmen.

6. Policy statements should be made regarding transfer rights
’ of newly hired faculty.

7. A stated policy should be made by the Board of Trustees
relative to recruitment and selectin- practices and
procedures.

8. Horizontal lists of qualified candidates should be used
instead of vertical lists.

9. The advanced placement portion of the Graduate Record
Examination for mathematics instructors should be
continued as a selection device,.

10. The Advanced Modera language examinat!on should be used
as a selection device for foreign language instructors.

11. The preliminary screening process should take place in
the central personnel office.

12, The Gruduate Record Examination should not be used as a
screening device for social science instructors, for the
selection of speech instructors, for screening psychology
or theater arts instructors.

- 3 -
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13.

14,

15,

16.

17.

18,

19.

20.

21.

22.

23,

24,

25,

26.

Specific recruitment specifications for new positions should
be prepared prior to the recruitment of new instructors for
given positions.

The ability to write compositions should be included in
the English examination.

A horizontal iist is desirable for physical education
instructors, music instructors, nursing instructors, art
instructors, home economics instructors, and speech instructors.

Academic masters' and doctors' degrees should be the minimum
requirements for eligibility for a faculty position.

It is recommended that there be a Personnel Advisory Committee.

It is recommended that competitive salaries be established
to assure recruitment and selection of qualified faculty.

There is a need for a Personnel Poficy Manual.

Instructors in the district should be given first
consideration for counselling positions.

Selection procedures should be designed to allow potential
instructors to be placed in a qualified pool at any time.

Faculty who interview potential instructors should be
trained in interviewing techniques.

The spirit of the merit system should be retained for
attraction and retention of qualified faculty.

The time between recruitment and selection of the new
faculty should be speeded up.

The practice of requesting additicnal letters of
recommendation which are in the candidates' placement
file should be discontinued.

The practice of utilizing long term substitutes as an
alternate to the selection of probationary teachers
should be eliminated.

SOME CHARACTERISTICS OF LOS ANGELES COMMUNITY COLLEGE FACULTY

(Sec Table XIV) (TABLE omTTED)

Out of the 1417 faculty listed in the eight Los Angeles Commrunity

College catalogs in 1969-70,

'e

three hundred eighty-three (383), or 27% received their
highest degree from the University of Southern California

three hundred forty-two (342), or 24%, recelved their
highest degree from the University of Californfr at
Los Angeles

one hundred sixty-three (163), or 11.37%, received their
highest degree from California State College at
Los Angeles
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threc hondred tweaty (320), or 23%, received their
ree

highest deg

from institutions ocutside of Califoraia.

Seventy-seven parcent of the faculty received their highest degree from

institurions of higher learring in California. Of those facvliy listed in the

Los Angeles Community College 1969-70 catalogs

one hundred thirty-five (135), or 9%, have doctorate
degrees

one thousand fifty-nine (1,05%9), or 75% have masters'
degreas

tvo hundred eleven (211), or‘ISZ, have bachelors' degraes

six; or 1/2%, have an Associate of Arts as their highest
degree,

A cross-comparison of certificated recruitrent practices of a2 selected

TisiLg onITTED

sanple of nine California Community College Districts (see Table XV) indicates

that:

O
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The range of applicants for teaching positions varies from
a low of 1007 (Los Angeles Community College District} to
10,000 applications on hand for a two year period at
Foothill Junior College District.

The number of positions filled during the 1969-70
recruitnent period ranges from a lov of 18 for Pasadena
Junior College District to 273 for the Los Angeles
Community College District,

The range of personnel staff varies from none to a
centralized population of 46 at the Los Angeles
Community College District.

The practice of entry level szlary maximum varies fron
the sixth step at Orange Coast Junior Coulleges Disirict
and El1 Camino Junior College District to a high of teuth
step for the Los Angeles Conmunity College District.

. A conmparison of ratios between the nurder of applications

and the vacancies filled for the 1969-70 acadenic year
indicates that Los Angeles Comzunity College District had
the lowest ratio of applications to positions filled (4:1}
versus the highest ratio by Foothill Junior College District
of 125 applications for every position filled.

In a comparison of the ratio of the ceantral personnel
staff and the nunber of colleg2 faculty, North Orange
County Junfor College District has the highest ratio
of 90 faculty r:evbers to every positicn in the central
personncl off{jce versus los Angeles Comuaity College
District, which has a ratio of 40 full-tire faculty
monbers ‘for every emplavee in the central versonnel
office
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CROSS-COMPARISOY OF SELECTED PRIVATE FIRMS' RECRULTMENT PRACTICES

A cross~comparison of selected private firms' recruitment practices

(TABLE omiT rs)? ;
(see Table XVI) shows the following findings:

1. All of the firms do nation-wide recruitment

2. The number of professional employees hired for the 1969-70
year compares favorably with the number of positions filled
for the Los Angeles Community Collepe District.

3. The ratio of employees to personnel staff indicates that
compared to the Los Angeles Community College District,
the private firms have a higher ratio of employees to
personnel staff,

4, Fach firm has a responsible'member of the personnel staff
whose prime responsibility is recruitment.

5. The recruiter prepares brochures, makes contacts with
colleges and universities, Interviews prospective employees
to ald in the staffiing of professional needs for all of
the organizations surveyed.

VI. CONCLUSICNS

1. Most of the candidates on the current eligible lists have
their highest degrees from the University of California at
Los Angeles, University of Southern California, California
State College at Los Angeles, and San Fernando Valley
State College,

2. Most of the candidates on the current eligible lists have
masters' degrees,

3. Most of the eligibles on the current eligible lists are
between the ages of 25 - 50.

4. Host of the current candidates are teachers.

5. One out of four current candidates has taken the examination
previously.

6. Three cut of five candidates are male.

7. Most of the candidates have received their highest degree
fron 1966-70.

8. Most af the current candidates have previous community
.college teaching experience.

9. Many of the candidates have four-year college or university
teaching experience.

10. Many of the candidates have secondary school teaching
experience.

11. Approximately half of the candidates placed successfully
on the cligible list.

ofu
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12. .Many of the lists show sufficient number of candidates,
* but some show inadequate recruitment, which does not
reflect a competitive examination procedure.

13, Some of the community colleges in California do nation-
wide recruitment.

14. Some oi the colleges which do on-campus recruitment use
dzans of inst.:ction and/or faculty.

15. Los Angeles Community College District is the only district
surveyed that uses a performance and/or a written examination
‘in the selection procedure.

16. All college districts surveyed use the interview, alloving
the faculty to participate, allowing division or department
chairmen to participate, and have the college presidents
make the final recommendations.

17. Most districts in the state involve the superintendent
in the selection process.

18. Some districts utilize central professional certificated
personnel staff in the teacher selection process.

. 19. Most of the current faculty in the Los Angeles Community
Coliege District have a masters' degree and have received
their highest degree from either the University of California
at Los Angeles, University of Southern California, or
California State College at Los Angeles.

20. Approximately one-fourth of the current faculty in the
Los Angeles Community College District have received their
higkest degrees out-of-state.

21. Most of the faculty are in favor of retaining the spirit
of the merit system in our recruftment and selection practices
and procedures.

22. Most of the facultyv are in favor of allowing the central
personnel staff to do the prelimirary screening, the
reference checks, and the processing of such documents
as credentials and personnel enrollment papers.

23. Most of the faculty are in favor of horizontal lists.

24, Most of the faculty are in favor of the eliminaticn of
the Graduate Record Examination as a screening device.

25. Most of the facvlty are in favor of having the Board of
Trustees state theilr policy for the recruitment and
selection of certificated personnel.

26. The Los Angeles Comnunity College District follows the
typical profile of recruits for California Community
Colleges, although our current lists have three percent
of the eligibles vho have a doctorate as compared to
five percent for a state-wide evaluation of positions
filled.

- 41 -
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27. .The college and universi:v placement offices recommend
that the Los Angeles Cormunity College District provide
them with more specific racruvitment specifications and
improve comuunications through campus visits, personal
contacts and recruitment literature.

28. The placement offices recommend the elimination of the
Graduate Record Examination as a screening device, the
elimination of the current civil service type of selection
process, and the reductica of the length of time between
recruitment and selection,

29. The placement offices recormend that the central persounel
office be a screening anl clearing house so that the candidates
be allowed to apply directly to the college of their choice,
Teacher internship prograns should be encouraged and
duplication of placement records should be avoided.

VII, RECOMMENDATIONS

GENERAL RECOMMENDATIONS

It is recommended that the Bozrd of Trustees make an official
policy statement regarding the recruitment and selection of
certificated personnel.

It is recommended that the philosophy of a merit system be
included in the policy staterznt, The policy statement should
also include the principles of hiring the most qualified available
instructor regardless of national origin, race, religion, sex,
color, or creed.

- RECRULTMENT RECOMMENDATIONS

It is recomiended that one professional person on the Personnel
staff be responsible for the recruitment of sufficient numbers
of qualified potential instructors,

It is recommended that attractive recrultment brochures and
literature be developed to attract potential instructors.

It is recommended that contintous contacts be made with placement
offices to communicate the needs of the Los Angeles Community
College District.

It is recommaended that these contacts with placement offices
include higher educational institutions within the entire
State of California, not just the Los Angeles area.

It {s recommended that, if sufficient qualified candidates
-cannot be recruited from California schools, plans be made
to recruit from colleges and universities out of the State
of Calffornia.

It 1s recommended that a specific time be designated for
recruitment for appointment of fall candidates.

It is recommended that the Personnel Division be inforrmed by
the colleges early in the fall semester regarding theix
personnel needs for the following fall,
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SELECTION RECOMMENDATIONS

It is recommended that proisssicnal qualifications of candidates

for tcachar positions be evaluated on each campus on a continuous
basis by a committee composzel of a dean of instruction, a department
chairman in *he specific aceizmic discipline for which the
candidate is ¢polying, and a2 faculty member or members qualified

in the specific academic diszipline., It is further recommended
that, if the candidate is de:zermined to be qualified by this
committee, the incividual's zame is to be submitted to the

central perscnnel office, which will keep an active horizontal

list of qualified cavdidates.

It is recommended that the cantral personnel office aid tte
individual college campus in the.selection process by verifying
such items' as credential, arrest records and veferences.

It is recommended that selection devices appropriate for a given
field be used, such as the Advanced Modern Language Examination
for foreign language candidates, art samples for art candidates,
presentations for speech and theater arts candidates, laboratory
demonstrations by science caxdidates, work performance samples by
vocational education candidates, :

It is recommended that the rasults of the Graduate Record
Examination be used, when appropriate, as desirable informatiomn.

It is recommended .that the list of eligibles be on a horizontal
basis and only those candidztes who are endorsed with confidence,
without any reservations, be included in this pool of eligibles.

It is recommended that the district as a whole draw from this
pool of eligibles in selecting an individual to fill a vacant
teaching position.

FURTHER RECOMMENDATIONS

It is recommended that the Installation of these changes be instituted

on an experimental basis. The new recruitment and selection procedures should

be evaluated after a reasonable period of time to assess their effectiveness.

After the evaluation of the effectiveness of the new recruitment and selection

practices and procedures, the newly established system be allowed to continue

with necessary modifications.

The current procedures for the recruitment and selection of certificated

personnel be continued with these modifications:

O
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1. The lists should becore ﬂorizontal rather than vertical.

2. The present petrsonnel staff should take a more active
posture in the recruitient of qualified candidates for
the district by developing recruitment brochures and
literature and by naking personal contacts with
placement offices throughout the state to encourage
the mnore qualified cardidates to apply.
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3. ' There should be an opportunity for qualified candidates
who have not come in at the specific time designated by
the central office for interviews, to be allowed to apply.
These candidates must meet the same established criferia
as other candidates in order to qualify.

4, Colleges should be allowed to recruit and select their
own faculty. The central personnel office should provide
any requested personnel services to thesas colleges.

5. The central personnel office would continue to clear the
candidates for proper certification, arrest records, and
other necessary county and state requirements.

6. The president of each college should recommend the
elected faculty member to the superintendent for nomination.

7. The superintendent would nominate this elected faculty
member to the Board of Trustees.

8. The Board of Trustees would appoint the nominated
faculty member to probationary status.

g. After the candidate has been approved by the Board of Trustees,
' the college would then inform the successful candidate and
proceed with the necessary orientation and indoctrination
into the college faculty.

RECRUITMENT PROCEDURE

1. The college shculd determine its needs for the following
year, then write recruitment specifications for each
proposed position. The college president and/or dean of
instructiord should notify the Personnel Division of
needs for the following academic year.

2. Personnel Division should write the recruitment bulletins
and notify the college and university placement offices
of the district's needs. In addition, the Personnel
Division should actively recruit qualified candidates

. to £111 the existing needs for each college.

2. Personnel Divisfion should receive applications and determine
if additional recruiting is necessary in certain areas. If
so, recruitment representatives should visit college campuses.
(This decision should be made at least two months in

advance, as recruitment visitation schedules must be
prepared,)

SELECTION PROCEDURE

1. Personnel files should be coordinated through Personnel Division
and should include:

&, Completed application forn

b. Trensceripts of college and university records

c. Verification of California Community College
credential

d. References

e, Evidence of good health

f. Other desirable informatfion

(but not mandatory, such as Advanced Placement
Test, -or Gradvate Record Examination)
g Verification of rclated teaching experience and employment
! L} " . - 44 -
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be establis .

3. A committee composed of dean or 1‘-zs::uc:t;ion (or his designee),
a depariment or division chairmzn, 2:d a faculty member or
members in the relevent subJect mattzr field assess the

5
professional qualifications of each zpplicant.

4, The successful and unsuccessiul candidates are notified by
the Personnel Divisicn,

HIRING PROCEDURE

1. The individual college with the faculty opening invitss
in any or .11 of the canlidates on the horizontal lis:..

2. A college selection coznittee composzd of dean of
instruction or his designees, a depzrtmant or division
chairman and 2 faculty rcwber or merders in the subject
matter field where the vacancy exists Interview the
selccted candidates.

3. The selection committee recommsnds their chosen candidate
for election to the faculty to thz college president.

. 4, The college president vrecommends the newly elected faculty
member to the superintendent for norination.

‘. 5. The superintendent nominates the recommended faculty
member to the Board of Trustees for zppointment.

6. The Board of Trustees appoints the nominated faculty
" wember to probationary status.

" INDUCTION PROCEDURE

1. The college and the Persennel Division notify the newly
appointed faculty member.

2, The new faculty member is processed at the collége and/or
the Personnel Division for induction.

3. The new faculty member is oriented by the procedure developead
in the college to which he is eppointed.

4, As part of the selection procedure, the probationary
instructor is evaluated by the dean of instruction and the
department chairman.

5. During the probationzry pericd the Personnel Division {s
notified by the collegec vegarding the evaluation of the
new instructor and reco:iwiendations for retention ov
dismissal of the new fnstructor should be included in
the evaluation.
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RECOMMENDATIONS FOR FURTHER :TUDIES

It 1s recommended that the rzcommendations which are adopted be
implementea by writing speciiic procedures, designing forms,
developing recruitment broch:res and pamphlets, application
forms and any other necesser: procedural forms related to the
development of new recruitmsnt and selection practices.

It is recommended that a stuiy be directed toward the feasibility

of establishing a certifica:zd position to coordinate in-service
training for the district, *sth for certificated and classified
employees. This position wculd be respensible for the

orjentation, supervisory treining, sabbatical leaves, administration
of a tuition-reimbursement trogram, the development of adiinistrative
training programs, and the ccordination of teacher and administrative
intern programs; and any ottrer technical in-service programs which
would be desirable.

It is recommended that a stuiy be initiated to computerize many
of the current personnel records.

It 1s recomended that a studv be ini fated toward the reorganization
of the personnel staff towarl more effective utilization and
grouping, and that guidelines be established for the number of
central personnel staff in rzlation to the number of personnel
served in the district.
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APPENDICES

APPENDIX A
A PROPOSED SELECTION PROCEDURE FOR JUNIOR

COLLEGE INSTRUCTORS

Robert E. Horton, 1965
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PRESENT SE”ZCTION PROCEDURE

I. A subject matter written examinztion of 2 to 3 hours duration and/or
performance text,
II. Evaluation of Training and Exrsrience. Review of transcripts, tracers,
letters, etc.

III. Personal Interviews by a comnistee.

Pattern 1 Pattern 2
Weights:  Writtzn 20% 30%
Performance 20
T&E 30 40

Oral 30 30
Griticisms

1. Preparation of written exams tzkes too many Iinstructors out of class-
rooms for too much time.

- 2., The written exam deters many gcod candidates from applying, thereby
_hampering recruitment.

3. The written exams have been pcorly constructed in many casés. They do
not serve as a good predictor of teaching success.

4. The total selection procedure is lengthy. It reguires the candidates to
appear several times to complece the process.

5. The procedure is now so slow that there is a backlog of unfinished
examinétions.

6. The slow procedure producecs eligibility lists too late in the school
year. Good candidates are already placed elsewhere,

7. The evalﬁation forns used by the various examination committees are
poorly related to the purpose of selecting future teachers in the
colleges.

8. Final health clearance is given to a candidate only after the
eligibility list is established. 7Thus a leading candidate on the list
may not qualify for a position after being selected.

- 51 -
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11.

12.
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The present procedure is not adaptable to out~of-state vrecruitment

of can;idates.

The written examination provides little independent information.

That is, it tests the same area that is wmore thoroughly covered by the
college tramscripts,

The present vertical lists do not provide sufficient discrimination
between various specialties within a given subject field. To do thie
would require many more eligibility lists,

The present procedure is costly in terms of man-hours of time spent.

A less expensive procedure which would be as effective in selecting

capable instructors is desirable.
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A PROPOSED SFLECTION PROCEDURE FOR JUNIOR COLLEGE INSTRUCTORS

Prepared by the Division of College and Adult Education and the Persomnel Division

I. Comnittee Structure
A committec of five persons would be established for each eliéibility
1list to.be prepared. The conmittee would consist of no more than one
person from the teaching staff of each college. The committec menmbers
should be qua;ified in the subject field of the list being )repared. The
committee would be augmented by one departmwent chairman and administrator

during the personal qualities interviews.

II1. Committee Responsibilities
A committee assigned to prepare a given 1list wouvld perform all parts of the
selection procedure for that list. They would evaluate training,
experiencé, personal factors, and any other criteria used in preparing
the list. Status of candidate's health and credentials would not be

this committee's responsibility.

II1I. Evaluative Criteria
The sources used in preparing the list will include transcripts, tracers
and letters of reference, and a personal interview, Each candidate will
be rated separately on professional preparation, professional experience,
and personal qualities by eﬁch member of the éommittee. A welghted average
of these three scores will be obtained by each committee member. The
composite average of the committee member scores for each candidate

will be the basis for establishing the list. Weights:

Professional Preparation 407
Professional Experience 407
Personal Qualities 20%

IV. The Eligibility List
A predeterinined cut-off score would be established. FEach candidate vhose
composite score exceeds this cut-off score would be on the eligibility
l4st if he has satisfied the health requircnents. Those with scores less
- 53
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than or equal to the cut-off score vould not be on the eligibility list.
Any person on the eligibility list may be interviewed, and if accepted

at a given college, employed at that college to £ill a vacant position.

V. Timing

A cut—off date would be established for the acceptance of completed
application forms, transcripts, tracers, health certificates and other
supporting doguments. As soon as this date is reached, the committee would

_ proceed to establish scores on the professional preparation and
professional experience parts of the rating, These scores should ba
checked against a predetermined cut-off score for these parts. Only those
candidates whose scores exceed the cut-off scores need to be called for the
interview by the augmented committee. As much as possible of the
evaluation procedure would be schedules on Saturdays and Christmas
holidays to reduce the number of interruptions of classroom instruction,
Health examinations would be required early in the evaluation procedure and
would be iinal so that anyone placed on an eligibility list would be
physically qualified. Health examinations would be based upon the criteria
established by the Health Services Branch. However, forms certifying that
the candidate meets these criteria would be accepted from a candidate's
local physician where he lives at a distance from Los Angeles or for other
good cause finds it difficult to appear at !ﬁe Health Services Branch

for an examination.

VI. The Rating Forms
Rating forms need to be carefully developed for each of the three parts
of the evaluation procedure. 4 scoring system with possible scores
ranging from 0 to 9 is recommended. Meaningfully worded descriptions

of characteristics for each of the levels of value would be prepared.

VII. Variations
Variations in the selection procedure would be permitted to accommodate
special subject matter fields. Art portfolios, speech or nrusic
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performance evaluations, end special evelustions for vocational fields

are exauples of permissible variations.

‘VIII. Out of State Recruitment
Emphasis would be placed on making the total selection procedure sco simple
and efficient that local recruitment will be able to fill most of the
needs of the districc for new teachers. However, vhen local recruitment
is not.adequate in any subject field, then out of state rgcruitment and
selection wouid be accomplished. Application forms, tracers, health forms,
and other supporting documents for out of state applicants would be
accepted up to the same deadline date as for local applicants. Evaluation
of professional preparation and professional experience may be made by
the committes examining all other local candidates' files. Those out of
state candidates whose scores con these parts of the evaluation are esbove
the cut-off score would be givep appointments for personal interviews.,
Costs and other factors involved in either sending an interview team to
distant cities or bringing candidates who were successful on the first
two parts to Los Angeles at district expensa need to be carefully

‘weighed.

IX., Advertising
Extensive recruiting requires advertising. A brochure explaining how to
apply, salary and benefit provisions, subject fields, and other
pertinent data should be prepared and mailed to each person who inquires
about employment by mail or in person. A condensed version of the sane
information should be placed as ads in the professional journals of

the subject fields which are shortage areas.
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APPENDIX B
STAFF STUDY: TEACHER RECRUILTMENT

POLICY AND PRACTICE

San Diego City Schools, 1970
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PROBLEM:

SAN DIEGO €ITY SCHOOLS
Personnel Division

STAFF STUDY: TEACHER RECRUITMENT POLICY AND PRACTICE
SAN DIECO CITY SCHOOLS, 1970

The employment program of the San Diego City Schools, involving local-
state-national recruitment, has been challenged on the grounds:

{1) the "teacher" shortage is allegedly over, (2) sufficient local college
applicants are available to eliminate the need for state and national
recruitment, (3) the cost of non-local recruitment is excessive, and

(4) non-local ra2cruftment is not necessary.

ASSUMPTIONS:

O

1.

2,

ERIC
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The employment policy of the district should bte to employ tlie best
qualified teachers available in each teaching field.

In any teahing field, the district should seek sufficient applicants
to insure that only well-qualified teachers will be selected.

As many qualified minority teachers as possible should be sought out
and employed. .

Al} applicants should be accorded equality of consideration and
impartiality of selectiorn regardless of race, creed, color, sex, or
natjonal or ethnic origin -—- or geographical area of origin.

The distxict should insure quality control in selection, by seeking
applicants from the best universities and colleges in the nation, and
comparing these applicants with those from our equally fine local
institutions.

The employment of large numbers of professional employees, including

teachers, is a major, year-round program of the San Diego City Schools.

The district is the largest single employer of teachers in the county;
the, second largest in Southern California, California, the Pacific
Coast, and west of the Rockies; among the ten largest in the nation.
Normally, we employ some 600 - 800 teachers for September (depending
upon commitments, growth, changes in staffing ratios, rate of
separations) and another 200 during the year. Currently, as of last
year, about 55% of our needs are met from local residents (367 from
local college graduates and 19% from other local interviews); 15% from
other California residents; and 31% from out-of-state residents. Of
272 non-local residents employed for September 1969, 127 were employed
as a direct result of 839 applicant interviews at 54 colleges. Jur
ratio of offers to acceptances on national tours characteristically
runs 1.75 offers to one acceptance, sinilar to the state and local
resident offer/ecceptance ratio.

The state and national employment program was not designed to compete

with local employment on a cost basis, but rather, it was intended
to implement the policy outlined in the assumptions. However, cost

data is readi{ly available. 7The cost of out-of-state interviewing for
the 1969-70 school yecar totaled $12,635 (6,422 for salaries of those

involved and $6,213 travel expenses). The per person cost for those

enployed was $99.48 for salaries and travel expense and $169 1if
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recrultuent literature cost is Iacluded; these unit costs are signif-
icantly lower than comparable professional recruiting costs in buginess
and industry. Further, althou;\ ve consider the comparison irrelevant
to the purpose for vhich we seek nen-local applicants, the average :ost
of a non-local new teacher this year was §7,969, compared to $8,316 fov
local hires. The average cost of all new teachers (1nexperienced and
experienced, local and non-loecel) was $8,256. Thus, in theory, since
both local and non-local new teachers meet the sare district qualifi-
cation standards, the cost effectiveness of the state and national
employment program is greater t'an th‘ locel erploymont prograt.

;g‘mgg;_ghg_gggjgx goals outlizzd in thq_gssumpcxons, the district would
still need-to continue its stat: and national enployment program even if
the cost factors were reversed.

3. The district does not hire "tezshers” per se, but rather, teachers of a
variety of specialized fields -~ some 81 in all. California credentials
and district specifications reguire a specific qualification by level,
major or minor field, and special requirerents related either to the
district's programs or to State licensure Iin special education, health,
oY pupil personnel fields. CHART I (buker om'frz))

4, Each field has its own specificztions for minimum and most desirable
qualification levels. The district has developed written position
descriptions and position qualifications for all teaching positioms.

-Not all teachers certificated to teach in a given subject field or grade
level assignment meet district standards.

5. Thefe is no general teacher shortage, but rather, a shortage in specific
fields.

a. In some crowded fields, the specifications are, and should be, quite
high; but even if the district hired only local college applicants
for vacancies in these fields, many local applicants still would be
unemployed (e.g., ratio of soclal studies teacher applicants to
vacancles is estimated at 30-60 to 1).

b. In many shortage fields, the district does not obtain enough
qualified local college applicants to match needs -- kindergarten,
primary grade; special education (MR, speech and hearing handicapped,
orthopedically handicapped); English, mathematics; girls physical
education; home economices; Industrial arts (other than wood and
drafting). TABLE I  (TAbLE omiTTe))

6. Minority applicants from local colleges and from California colleges
are in extremely short supply. Competition for qualified mincrity
teachers is very keen. TABLE 11 (mals omiT7ed

7. Quality control is en important aspect of our state _and national employment
program., Not only do we lack an adeguate number of applications in the
"shortage fields,' but we also need a basis for judgment of quality
available in selected other fields. No on2 college or university has
equally good applicants in all the tesching fields. From a "quality mix"

standpoint, we vould not serve the best intersst of educatfon in San

Diego by getting all our teachers in_any one field from the same department

in the same college year after vear.

8. We do not actively scck appli
the Jocal college supply pro s a suificient f:e]d of app)xcants and {n
which the local supply in thesa faelds d is of superior quality. We do

futervicy outstunﬁfng appll_aqtr in over-supply ficldi, but ordinarily we
do this only after prescreening of placenent papers and/or specfal
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10.

11.

(criTreld)
recomeendation of the uniwversity/college dezzavtrment. EXHIBIT A shows
typical schedules of one district employment representative this year.

The advantage of recruiting state and natici-wide cannot really be
fieasurcd by the dollar cost of & local Vi, mon-local new employvéa alane,

Since the major purpose of thc California éad naticnal recruitment program
is to achieve an adequate pool of applicants frowm which to select a quality
staff, the effectivciness of the prograia can be measured only by comparing:
(1) the need for qualified applicantc in shortage fields - TABLE II,

(2) the need to seek out qualified minority applicunts in every field -
TABLE II, and (3) the extent to vhich erployment representatives are

able to secure shortage field and minority applicants zs a direct or
indirest result of tours -- EXKIBIT A. The quality control aspect

cannot be measured by quantitative means. In addition, it is impossible
to measure the total effect of the non-locel employment progran, since
nany individuals contact our office or are interviewed in our office

(a) as a secondary effect of the program, (o) as a result of contacts

With teachers employed as a result of the tours, (c) as a result of
reading our literature in placenent offlices, or {d) as a result of 2
continued interest several years after initial contact.

The cost of hiring a substandard teacher is far preater tuan the cost of

a2 pood recruitment program involving quality controls., (Lifetime carnings
of a teacher currently average $375,000 ovar a 30-year ptriod.) The loss
to generations of learners is inestimable.

A complex flow of teacher zpplicants from rmany sources over a relatively
long period of time is essential to the emnloyment process. The teacher
enployment seacon operates primarily from January to Aprii or May in
many flelds; after that, filling of shortage fields, of vacaniies created
by separations, and of specific vacancies required by Iindividual schools
or programs continues right up to and through September - sometimes -
October. The most qualified teachers and "shortage field" teachers go
rapildly; In many fields, good teachers are difficult to find in June and
the sumnmer months. Thus, the necessity of insuring a continuous supply
of available applicants in the faece of rapidly changing estimates of

the vacancy/application/selection/offer/acceptance rel: - onships sesems
apparent. If we turned away or discouraged non-local applicants, we
could not staff our teacher needs as effectively as we now do.

CONCLUSIONS:

1.

O
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The'teaching shortage is not over in many shortage fields, and
particularly in areas of greatest need.

Sufficient local college applicants are not available to meet district
needs In shortage fields and to insure qua. ty control in so-called
non-shortage fields.

Direct travel and salary costs to conduct employment intervicws at key
state and national colleges and universities is not excessive
(averaging approximately $100 per non-resident new teacher), and this
cost is more than offset by the lover average salary attained by
non-lozal teachers. Even 1f the cost factors were reversed, to meet
employient program goals, the district would still need to continue a
state end national interviewing schedule.

‘Tthe cost of hiring sul'standard teachers (30-year ecarnings estimated at
§375,000 plus inestirable damage to product guality and product good
w1ll) is a major reason for a quality control objective for the district's
enmploymcnt program.
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Therefore, recruitrent im state and natiensl universities and celleges
is necessary to:  (a) reet employrent needs in shortayge fields,

(b) dinsure quality control, (¢) provide flexibility in adjusting
nuinber of qualified applicants avzilable to the time/availability,
offer/acceptance, and separaticn/growth-need factors.

RECOMMENDATIONS:

Retain present teacher recrultment policy and practice. Countinue to

evaluate program annually against the assumpticas {goals) underlying the

employment program.

Geoxrge M. Ellis /§/
George M. Ellis
Assistant Superintendent
Personnel Division
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APPENDIX C

THIRD YEAR SURVZY RESULTS
AN ANALYSIS OF ZHE CHARACTERISTICS OF NEW FULL TIME
FACULTY IN CALIZORNIA COMDIUNITY COLLEGES

0ffice of Educational Career Services
University of Califorania, Berkeley
Compiled by Tom S, Phair

Community College Placement Adviser - 1969
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December 31, 1969
THIRD YEAL SURVEY RESULTS
AN ANALYSIS OY YHE CHARACTEKRISTICS O¥F NLW

FULL-TIME FACULTY IN CALIFORNIA COMMUNITY COLLEGES

BACKGROUND OF THE STULY

There ex.sts a continuing interest in the criteria vsed in the selection of new
faculty for the 24 public comuunity colleges in Califowvnia. There still appears
to be a divergence of opinion among staff and faculty at both the community
colleges and at teacher training institutions as to what formal preparation and/ox
experience is most predictive of success in teaching at this level of higher
education. WNow with the new Board of Governance for California Community Colleges
authorized under Senate Bill 221 (now law) to set the standards for a Junior
College Teaching Credential, the need for statistical data on who is selected for
a teaching position these days becomas Iimportant,

Therefore, beginning with the new faculty hired for the 1967-68 acadewic year,
Deans of Instruction or other appropriate officials were asked to £fill out an
information chart on the 1310 new faculty members starting out to teach in the 78
public community colleges of California, 7The study was requested by the California
Junior College Association in association with the Junior College Leadership
Program of the University of California, Berkcley, Thomas 8. Phair, Comrunity
College Placement Adviser, Office of Educational Career Services, University of
California, Berkeley, began the five-year study.

The sccond-year study was conducted on data received from'85 ‘colleges who selected
1578 new faculty members.

.

Now the results of the third-year study are conplete and reports have been
received from 91 collcges hiring 1781 new faculty. It is pleasing to note that in
all tnree years, every college asked to supply data did so.

GENERAL COMPARISONS

The study shows that in the current school year (1969-70) the average California
Comnunity College added approximately 10% new faculty membevs. This increase
parellels the increase in new campuses and expansion of facilities and programs
at existing colleges.

Data also indicates that the current replacement rate In California Community
College faculties is approximately 2 1/2%, This rate includes staffing to replace
faculty on sabbatical and leaves of absence. Retention rate of faculty is there-
fore quite high, although there are some exceptions, especially in the large inner
city colleges.

Faculty recruited fiom cutside California dropped from 137 for the 1965-69 academic
year to 9% for the 1969-70 ycar, reflecting the ease with which most teaching
positions can be filled from the ranks of locally available candidates in
California. 7The average salary paid this past year of $12,329 (Cra Research Report,
March 1969) may be &n important factor in the high supply-low demsnd situation

for instructors at the California Community Colleges. .

New faculty with a doctorate rose from 4% to 5% in the third year of the study.
There was a drop frowm 56% to 49%Z of the new faculty who had obtained a nasters
degree at least one year prior to beiug hired at the college. Theve was a slight
increase from 22% te 26% in those with a unew LA,

c - 67 -
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In the area of corparison of the experience of naw faculty, a continuing trend
over the three yeary has btonn the drop iInm new faculty recruited frow secondary
teacher ranks. The thiree year drop has beeu from 37% to 34% to 31.5%., Recruit-
ment from exzperienced elementary school teachers remalned at 2% for the third
year, an increase of 1% over the 1% of 1967-68.

New faculty whosc highest level of teaching expericnce was the four-year college
or university remained at 197%, an increase of 3% over the first year of the
study. Total in this category this year was 344,

Not toc surprising was the increase from the 19% of the fixst two years of the
study to 227 of new faculty who were experienced community college instructors.
With an increase to 94 public conmunity colleges in California and 1163 total
public and private junior colleges in the United States, the possibility for
lateral transfer from one college to another increases.

Colleges seem to be increasing their number of professional trade-technical
faculty who do not have an M.A. or teaching experience: 7This secems to indicate
some success in educating the community, and older faculty in supporcing realistic,
comprehensive, cowmunity college programs involving all areas vather than the
excessive emphasis on college transfer programs that has possibly contributed to
the student drop-out problem for years. It just might be that the "vavolving
door" policy is losing ground and the "open door' for lifetime learning is
gaining in community acceptance.

The study indicates that faculty are still being recruited from the local commun-
ity in which the college is located. A profile of the typical community conllege
instructor selected or already on the faculty of California Community Colleges
reveals that he is a man, age 27-40, with 4-7 years of teaching or related
experience, is married, has children, and owns his own houe,

Lastly, interviews with staff and faculty of California Community Colleges who
are nost involved in the decision-making process of selecting new faculty show
two common criticisms of candidates for teaching positions:

1. Lack of knowledge and experience in working with typical community
* college students.

2, Lack of knowledge in how people learn and the techniques by which
this is expedited. ,

Thomas S. Phailr

Community College Placement Adviser
Office of Educational Carecr Services
University of Califoruia, Berkeley
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